










ﻧﮕﺮﺵ ﻛﺎﺭﻛﻨﺎﻥ ﺩﺍﻧﺸﻜﺪﻩ ﻫﺎﻱ
ﺩﺍﻧﺸﮕﺎﻩ ﻋﻠﻮﻡ ﭘﺰﺷﻜﻲ ﺍﻫﻮﺍﺯ ﻧﺴﺒﺖ ﺑﻪ
ﻧﺤﻮﻩ ﻱ ﺍﺭﺯﺷﻴﺎﺑﻲ ﻋﻤﻠﻜﺮﺩ ﺁﻧﺎﻥ ﺩﺭ ﺳﺎﻝ 6831
ﺍﻣﻴﻦ ﺗﺮﺍﺑﻲ1 / ﺳﻌﻴﺪﻩ ﺳﺘﻮﺩﻩ2
ﭼﻜﻴﺪﻩ
ﻣﻘﺪﻣﻪ: ﺍﺭﺯﺷﻴﺎﺑﻲ ﻋﻤﻠﻜﺮﺩ، ﺗﺤﻠﻴﻠﻲ ﻣﻨﻈﻢ ﺍﺯ ﭘﺎﺳﺨﮕﻮﻳﻲ ﻓﻌﺎﻟﻴﺖ ﻫﺎﻱ ﻓﺮﺩﻱ ﺑﻪ ﺍﻫﺪﺍﻑ ﻭ ﻭﻇﺎﻳﻒ ﺍﺳﺖ. ﺍﻳﻦ ﭘﮋﻭﻫﺶ ﺑﺎ ﻫﺪﻑ ﺗﻌﻴﻴﻦ ﻧﮕﺮﺵ 
ﻛﺎﺭﻛﻨﺎﻥ ﺩﺍﻧﺸﻜﺪﻩ ﻫﺎﻱ ﺩﺍﻧﺸﮕﺎﻩ ﻋﻠﻮﻡ ﭘﺰﺷﻜﻲ ﺍﻫﻮﺍﺯ ﺩﺭ ﺯﻣﻴﻨﻪ ﺍﺭﺯﺷﻴﺎﺑﻲ ﻋﻤﻠﻜﺮﺩ ﺳﺎﻻﻧﻪ ﺷﺎﻥ ﺍﻧﺠﺎﻡ ﺷﺪ.
ﺭﻭﺵ ﺑﺮﺭﺳﻲ: ﺍﻳﻦ ﻣﻄﺎﻟﻌﻪ ﺗﻮﺻﻴﻔﻲ - ﭘﻴﻤﺎﻳﺸﻲ، ﺑﻪ ﺻﻮﺭﺕ ﻣﻘﻄﻌﻲ ﺑﺎ ﺍﺳﺘﻔﺎﺩﻩ ﺍﺯ ﺭﻭﺵ ﺳﺮﺷﻤﺎﺭﻱ ﺩﺭ ﺑﻴﻦ 051 ﻧﻔﺮ ﺍﺯ ﻛﺎﺭﻛﻨﺎﻥ ﺷﺎﻏﻞ 
ﺩﺭ ﺩﺍﻧﺸﻜﺪﻩ ﻫﺎﻱ ﺩﺍﻧﺸﮕﺎﻩ ﻋﻠﻮﻡ ﭘﺰﺷﻜﻲ ﺍﻫﻮﺍﺯ ﺩﺭ ﺳﺎﻝ 6831 ﺻﻮﺭﺕ ﮔﺮﻓﺖ. ﺩﺍﺩﻩ ﻫﺎﻱ ﻣﻮﺭﺩ ﻧﻈﺮ ﺍﺯ ﻃﺮﻳﻖ ﭘﺮﺳﺸﻨﺎﻣﻪ ﺣﺎﻭﻱ 55 ﺳﻮﺍﻝ 
ﮔﺮﺩﺁﻭﺭﻱ ﺷــﺪ. ﭘﺎﺳــﺦ ﺑﻪ ﺳــﺆﺍﻻﺕ ﺑﺮ ﺍﺳــﺎﺱ ﻣﻘﻴﺎﺱ ﻟﻴﻜﺮﺕ )ﺍﺯ ﻛﺎﻣﻼ ﻣﺨﺎﻟﻒ ﺗﺎ ﻛﺎﻣﻼ ﻣﻮﺍﻓﻖ( ﺑﻮﺩ. ﺩﺍﺩﻩ ﻫﺎ ﭘﺲ ﺍﺯ ﮔﺮﺩﺁﻭﺭﻱ ﺑﻪ ﻭﺳﻴﻠﻪ 
ﻧﺮﻡ ﺍﻓﺰﺍﺭ ﺁﻣﺎﺭﻱ SSPS ﻧﺴﺨﻪ 11 ﻭ ﺁﺯﻣﻮﻥ ﻫﺎﻱ ﺁﻣﺎﺭﻱ ﺗﻮﺻﻴﻔﻲ ﻭ ﺗﺤﻠﻴﻠﻲ ﻣﺮﺗﺒﻂ ﺗﺤﻠﻴﻞ ﮔﺮﺩﻳﺪ.
ﻳﺎﻓﺘﻪ ﻫﺎ: 7.45 ﺩﺭﺻﺪ ﺍﺯ ﺍﻓﺮﺍﺩ ﻣﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ ﺯﻥ ﻭ ﺑﻘﻴﻪ ﻣﺮﺩ ﺑﻮﺩﻧﺪ. ﺍﺯ ﻟﺤﺎﻅ ﺳــﻨﻲ، 7.02 ﺩﺭﺻﺪ ﺍﻓﺮﺍﺩ ﺩﺭ ﮔﺮﻭﻩ ﺳــﻨﻲ 03-02، 05 ﺩﺭﺻﺪ 
04-13، 7.62 ﺩﺭﺻﺪ 14-05 ﻭ 7.2 ﺩﺭﺻﺪ ﺩﺭ ﮔﺮﻭﻩ ﺑﺎﻻﺗﺮ ﺍﺯ 05 ﺳــﺎﻝ ﻗﺮﺍﺭ ﺩﺍﺷــﺘﻨﺪ. ﻣﻴﺎﻧﮕﻴﻦ ﻭ ﺍﻧﺤﺮﺍﻑ ﻣﻌﻴﺎﺭ ﺳــﻦ ﺍﻓﺮﺍﺩ ﻣﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ 
2.7±7.73 ﺳــﺎﻝ ﺑﻮﺩ. 23.66 ﺩﺭﺻﺪ ﺍﻓﺮﺍﺩ، ﺩﺭ ﻣﻮﺭﺩ ﺍﻧﺠﺎﻡ ﺍﺭﺯﺷــﻴﺎﺑﻲ ﺩﺍﺭﺍﻱ ﺩﻳﺪﮔﺎﻩ ﻣﺜﺒﺖ، 53.71 ﺩﺭﺻﺪ ﺩﺍﺭﺍﻱ ﺩﻳﺪﮔﺎﻩ ﻣﻨﻔﻲ ﻭ 33.61 
ﺩﺭﺻﺪ ﺍﻓﺮﺍﺩ ﺑﺪﻭﻥ ﺩﻳﺪﮔﺎﻩ ﺧﺎﺹ ﺑﻮﺩﻧﺪ. ﺩﺭ ﺯﻣﻴﻨﻪ ﻧﺤﻮﻩ ﺍﺟﺮﺍﻱ ﺍﺭﺯﺷــﻴﺎﺑﻲ ﻛﻨﻮﻧﻲ ﻋﻤﻠﻜﺮﺩ ﻛﺎﺭﻛﻨﺎﻥ، 57.93 ﺩﺭﺻﺪ ﺍﻓﺮﺍﺩ ﺩﻳﺪﮔﺎﻩ ﻣﻨﻔﻲ، 
14.43 ﺩﺭﺻﺪ ﺩﻳﺪﮔﺎﻩ ﻣﺜﺒﺖ ﻭ 48.52 ﺩﺭﺻﺪ ﺩﻳﺪﮔﺎﻩ ﺧﻨﺜﻲ ﺩﺍﺷﺘﻨﺪ. ﻃﺒﻖ ﺁﺯﻣﻮﻥ ﺁﻣﺎﺭﻱ ﻛﺎﻱ ﺩﻭ ﺑﺎ ﺿﺮﻳﺐ ﺍﻃﻤﻴﻨﺎﻥ 59 ﺩﺭﺻﺪ ﺑﻴﻦ ﺩﻳﺪﮔﺎﻩ 
ﺍﻓﺮﺍﺩ ﺩﺭ ﺯﻣﻴﻨﻪ ﺿﺮﻭﺭﺕ ﺍﺭﺯﺷﻴﺎﺑﻲ ﻛﺎﺭﻛﻨﺎﻥ ﻭ ﻧﻴﺰ ﺩﻳﺪﮔﺎﻩ ﺁﻧﻬﺎ ﺩﺭ ﺯﻣﻴﻨﻪ ﻧﺤﻮﻩ ﺍﻧﺠﺎﻡ ﺍﺭﺯﺷﻴﺎﺑﻲ ﺟﺎﺭﻱ ﺭﺍﺑﻄﻪ ﺁﻣﺎﺭﻱ ﻣﻌﻨﻲ ﺩﺍﺭ ﺑﻪ ﺩﺳﺖ 
ﺁﻣﺪ. )100.0=P(
ﻧﺘﻴﺠﻪ ﮔﻴﺮﻱ: ﻃﺒﻖ ﺍﻳﻦ ﻣﻄﺎﻟﻌﻪ، ﺍﻛﺜﺮ ﻛﺎﺭﻛﻨﺎﻥ ﺍﻧﺠﺎﻡ ﺍﺭﺯﺷﻴﺎﺑﻲ ﺭﺍ ﺿﺮﻭﺭﻱ ﺩﺍﻧﺴﺘﻨﺪ، ﺍﻣﺎ ﻧﺴﺒﺖ ﺑﻪ ﺍﺭﺯﺷﻴﺎﺑﻲ ﺟﺎﺭﻱ ﻧﮕﺮﺵ ﻣﺜﺒﺘﻲ ﻧﺪﺍﺷﺘﻪ 
ﻳﺎ ﺑﻲ ﺗﻔﺎﻭﺕ ﺑﻮﺩﻧﺪ. ﺷــﺎﻳﺪ ﺍﻳﻦ ﻧﻮﻉ ﻧﮕﺮﺵ ﻧﺎﺷــﻲ ﺍﺯ ﺭﻭﺵ ﻫﺎ، ﻣﻌﻴﺎﺭﻫﺎ ﻭ ﺿﻮﺍﺑﻂ ﻣﻮﺭﺩ ﺍﺳــﺘﻔﺎﺩﻩ ﺩﺭ ﺍﺭﺯﺷﻴﺎﺑﻲ ﺑﺎﺷﺪ. ﻣﻬﻤﺘﺮﻳﻦ ﻣﺆﻟﻔﻪ ﺩﺭ 
ﺑﻬﺒﻮﺩ ﻓﺮﺁﻳﻨﺪ ﺍﺭﺯﺷﻴﺎﺑﻲ ﻋﻤﻠﻜﺮﺩ ﻛﺎﺭﻛﻨﺎﻥ، ﺁﺷﻨﺎﻳﻲ ﺁﻧﺎﻥ ﺑﺎ ﺭﺳﺎﻟﺖ ﻭ ﺧﻂ ﻣﺸﻲ ﻫﺎﻱ ﺳﺎﺯﻣﺎﻥ ﻭ ﺷﻔﺎﻑ ﻧﻤﻮﺩﻥ ﺭﻭﺵ ﻭ ﺍﻫﺪﺍﻑ ﺍﺭﺯﺷﻴﺎﺑﻲ 
ﻭ ﺍﺭﺍﺋﻪ ﺑﺎﺯﺧﻮﺭﺩ ﻣﻨﺎﺳﺐ ﺍﺯ ﻃﺮﻑ ﻣﺪﻳﺮﺍﻥ ﻭ ﺳﺮﭘﺮﺳﺘﺎﻥ ﺍﺳﺖ.
ﻛﻠﻴﺪ ﻭﺍژﻩ ﻫﺎ: ﺍﺭﺯﺷﻴﺎﺑﻲ، ﻛﺎﺭﻛﻨﺎﻥ، ﻋﻤﻠﻜﺮﺩ، ﺩﺍﻧﺸﻜﺪﻩ، ﺩﺍﻧﺸﮕﺎﻩ
• ﻭﺻﻮﻝ ﻣﻘﺎﻟﻪ: 71/21/78 • ﺍﺻﻼﺡ ﻧﻬﺎﻳﻲ: 71/5/88 • ﭘﺬﻳﺮﺵ ﻧﻬﺎﻳﻲ: 21/8/88
 ﻣﺮﺑﻲ ﮔﺮﻭﻩ ﻣﺪﻳﺮﻳﺖ ﺧﺪﻣﺎﺕ ﺑﻬﺪﺍﺷﺘﻲ ﻭ ﺩﺭﻣﺎﻧﻲ، ﺩﺍﻧﺸﻜﺪﻩ ﺑﻬﺪﺍﺷﺖ، ﺩﺍﻧﺸﮕﺎﻩ ﻋﻠﻮﻡ ﭘﺰﺷﻜﻲ ﺟﻨﺪﻱ ﺷﺎﭘﻮﺭ ﺍﻫﻮﺍﺯ؛ ﻧﻮﻳﺴﻨﺪﻩ ﻣﺴﺌﻮﻝ )moc.oohay@roopibarot. 1 (




































ﻳﻜﻲ ﺍﺯ ﺑﺎﺭﺯﺗﺮﻳﻦ ﺷ ــﺎﺧﺺ ﻫﺎﻱ ﺍﺭﺯﻳﺎﺑﻲ ﺑﻬﺮﻩ ﻭﺭﻱ ﺳﺎﺯﻣﺎﻥ ﻭ 
ﻣﺪﻳﺮﻳﺖ ﺁﻥ "ﺑﺎﺯﮔﺸﺖ ﺳ ــﺮﻣﺎﻳﻪ" )nruteR latipaC( ﺍﺳﺖ ﻭ 
ﻣﺪﻳﺮﺍﻥ ﻛﺎﺭﺩﺍﻥ ﻛﺎﻣًﻼ ﺁﮔﺎﻫﻨﺪ ﻛﻪ ﺍﻳﻦ ﺷ ــﺎﺧﺺ، ﻣﺮﻫﻮﻥ ﻋﺎﻣﻞ 
ﺣﻴﺎﺗﻲ ﺗﺮﻱ ﺑﻪ ﻧﺎﻡ ﻛﺎﺭﺁﻣﺪﻱ ﺍﻓﺮﺍﺩ ﺍﺳﺖ. ]1[ ﻣﺤﻘﻘﺎﻥ ﻭ ﺍﻧﺪﺷﻤﻨﺪﺍﻥ 
ﺍﻣ ــﺮﻭﺯﻩ ﺑﺮ ﺍﻳﻦ ﺑﺎﻭﺭﻧﺪ ﻛ ــﻪ ﻛﺎﺭﻛﻨﺎﻥ ﻣﻬﻢ ﺗﺮﻳﻦ "ﻣﺰﻳﺖ ﺭﻗﺎﺑﺘﻲ" 
)egatnavda evititepmoC( ﺳ ــﺎﺯﻣﺎﻥ ﻫﺴ ــﺘﻨﺪ ﻭ ﻣﻌﺘﻘﺪﻧﺪ ﻛﻪ 
ﺳﺮﻣﺎﻳﻪ ﺍﻧﺴ ــﺎﻧﻲ ﻫﻤﻪ ﻧﻴﺎﺯﻣﻨﺪﻱ ﻫﺎﻱ ﺍﺳﺘﺮﺍﺗﮋﻳﻚ ﻳﻚ ﺳﺎﺯﻣﺎﻥ 
ﺭﺍ ﺑﺮﺁﻭﺭﺩﻩ ﻣﻲ ﺳ ــﺎﺯﺩ ]2[ ﻭ ﺍﻣﺮﻭﺯﻩ ﻛﺎﺭﻛﻨﺎﻥ ﺩﺭ ﺗﺤﻮﻝ ﻟﺤﻈﻪ ﺑﻪ 
ﻟﺤﻈﻪ ﺳﻴﺴ ــﺘﻢ ﺍﺩﺍﺭﻱ ﻭﺍﺳﺘﺨﺪﺍﻣﻲ ﻭﺍﺭﺍﺋﻪ ﺧﺪﻣﺎﺕ ﺑﻬﻴﻨﻪ ﺳﻬﻢ 
ﻋﻤﺪﻩ ﺍﻱ ﺭﺍ ﺩﺍﺭﺍ ﻣﻲ ﺑﺎﺷﻨﺪ. ]3[ ﺑﻬﺒﻮﺩ ﺍﻳﻦ ﻋﻨﺼﺮ ﺳﺮﻧﻮﺷﺖ ﺳﺎﺯ 
ﺩﺭ ﺳﺎﻳﻪ ﺍﺭﺯﺷﻴﺎﺑﻲ ﻋﻤﻠﻜﺮﺩ ﺍﻭ ﺍﻣﻜﺎﻥ ﭘﺬﻳﺮ ﺍﺳﺖ. ﺍﻫﺪﺍﻑ ﻣﺬﻛﻮﺭ 
ﻫﻨﮕﺎﻣﻲ ﺩﺳﺖ ﻳﺎﻓﺘﻨﻲ ﺍﺳﺖ ﻛﻪ ﺍﺑﺰﺍﺭﻫﺎﻱ ﺳﻨﺠﺶ ﻫﻤﻪ ﺟﺎﻧﺒﻪ ﻭ 
ﺩﻗﻴﻖ ﺑﺎﺷﻨﺪ ﻭ ﺑﺘﻮﺍﻧﻨﺪ ﻧﻘﺎﻁ ﺿﻌﻒ ﻭ ﻗﻮﺕ ﻛﺎﺭﻛﻨﺎﻥ ﺭﺍ ﺑﻪ ﻧﺤﻮﻱ 
ﺍﺛﺮﺑﺨﺶ ﻧﻤﺎﻳﺎﻥ ﺳﺎﺯﻧﺪ ﻭ ﻛﺎﺭﻛﻨﺎﻥ ﺭﺍ ﺍﺯ ﻧﺘﺎﻳﺞ ﺍﺭﺯﺷﻴﺎﺑﻲ ﺁﮔﺎﻫﻲ 
ﺩﺍﺩﻩ ﻭ ﻧﻘﺎﻁ ﻣﺜﺒﺖ ﻭ ﻣﻨﻔﻲ ﺭﺍ ﺑﻪ ﺁﻥ ﻫﺎ ﺗﻔﻬﻴﻢ ﻛﻨﻨﺪ. ]4[
ﺗﻮﺃﻡ ﺑﺎ ﺗﻐﻴﻴﺮﺩﺭ ﻓﻠﺴﻔﻪ ﻭﺟﻮﺩﻱ ﺍﺩﺍﺭﻩ ﺍﻣﻮﺭ ﻛﺎﺭﻛﻨﺎﻥ، ﻣﺪﻳﺮﻳﺖ 
ﻣﻨﺎﺑﻊ ﺍﻧﺴ ــﺎﻧﻲ ﺑﻪ ﺗﺪﺭﻳﺞ ﭘﺎ ﺍﺯ ﻭﻇﺎﻳﻔﻲ ﭼﻮﻥ ﺍﻧﺘﺨﺎﺏ ﻭﺍﺳﺘﺨﺪﺍﻡ 
ﻧﻴﺮﻭ، ﺗﻌﻴﻴﻦ ﺣﻘﻮﻕ ﻭ ﻣﺰﺍﻳﺎ ﻭ ﺍﻳﺠﺎﺩ ﻫﻤﺎﻫﻨﮕﻲ ﺩﺭ ﺭﻭﺍﺑﻂ ﻛﺎﺭﻛﻨﺎﻥ 
ﻓﺮﺍﺗﺮ ﮔﺸ ــﺖ. ﺍﻣﺮﻭﺯﻩ ﺷ ــﺎﻫﺪﻳﻢ ﻛﻪ ﻣﺪﻳﺮﻳﺖ ﻣﻨﺎﺑﻊ ﺍﻧﺴﺎﻧﻲ ﺩﺭ 
ﻃ ــﺮﺡ ﺭﻳﺰﻱ ﺑﺮﻧﺎﻣﻪ ﻫﺎﻱ ﻣﻬﻢ ﺍﺳ ــﺘﺮﺍﺗﮋﻳﻚ، ﺁﻣﻮﺯﺵ ﻛﺎﺭﻛﻨﺎﻥ، 
ﻃﺮﺍﺣﻲ ﺳﻴﺴ ــﺘﻢ ﺍﺭﺯﻳﺎﺑﻲ ﻋﻤﻠﻜﺮﺩ ﻛﺎﺭﻛﻨﺎﻥ ﻭ ﺳﻴﺴﺘﻢ ﭘﺎﺩﺍﺵ ﻭ 
... ﺟﺎﻳﮕﺎﻫﻲ ﺑﻪ ﻣﺮﺍﺗﺐ ﻭﺍﻻﺗﺮﺍﺯ ﮔﺬﺷﺘﻪ ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﻳﺎﻓﺘﻪ ﺍﺳﺖ 
ﻭ ﺑﺪﻳﻬﻲ ﺍﺳﺖ ﺍﺭﺯﺷﻴﺎﺑﻲ ﻋﻤﻠﻜﺮﺩ ﻛﺎﺭﻛﻨﺎﻥ ﺍﺯ ﺟﻤﻠﻪ ﻣﻬﻢ ﺗﺮﻳﻦ 
ﻣﺴ ــﺎﺋﻠﻲ ﺍﺳﺖ ﻛﻪ ﻣﺴﺌﻮﻻﻥ ﺳﺎﺯﻣﺎﻥ ﺑﺎ ﺁﻥ ﺭﻭﺑﻪ ﺭﻭ ﻫﺴﺘﻨﺪ. ]5[ 
ﺑﺮﺭﺳ ــﻲ ﻧﺤﻮﻩ ﻋﻤﻠﻜﺮﺩ ﻛﺎﺭﻛﻨﺎﻥ ﻣﻮﺿﻮﻋﻲ ﺍﺳﺖ ﻛﻪ ﺩﺭ ﻣﺴﻴﺮ 
ﺗﺎﺭﻳﺦ ﺑﻪ ﻣﻮﺍﺯﺍﺕ ﺗﺸ ــﻜﻴﻞ ﻳﻚ ﺳ ــﺎﺯﻣﺎﻥ، ﺍﺭﺍﺋﻪ ﺧﺪﻣﺖ ﻭ ﺍﺩﺍﻣﻪ 
ﺣﻴﺎﺕ ﺁﻥ ﺳﺎﺯﻣﺎﻥ ﺗﺸﻜﻴﻞ ﻳﺎﻓﺘﻪ ﺍﺳﺖ ﻭ ﺍﻣﺮﻭﺯﻩ ﺳﺒﺐ ﭘﻴﺪﺍﻳﺶ 
ﻣﺒﺎﺣﺚ ﺑﺴ ــﻴﺎﺭ ﻋﻤﻴﻖ ﻭ ﮔﺴ ــﺘﺮﺩﻩ ﺍﻱ ﺑﺎ ﻧﺎﻡ »ﺍﺭﺯﻳﺎﺑﻲ ﻋﻤﻠﻜﺮﺩ« 
ﻳﺎ »ﺍﺭﺯﺷ ــﻴﺎﺑﻲ ﻋﻤﻠﻜﺮﺩ ﭘﺮﺳﻨﻠﻲ« ﺷﺪﻩ ﺍﺳﺖ. ﻓﺮﺍﻳﻨﺪ ﺍﺭﺯﺷﻴﺎﺑﻲ 
ﻋﺒﺎﺭﺕ ﺍﺳ ــﺖ ﺍﺯ ﻳﻚ ﺳﻠﺴ ــﻠﻪ ﺍﻗﺪﺍﻣﺎﺕ ﺭﺳﻤﻲ ﺑﺮﺍﻱ ﺑﺮﺭﺳﻲ 
ﻋﻤﻠﻜﺮﺩ ﺩﺭ ﻓﺎﺻﻠﻪ ﺯﻣﺎﻧﻲ ﻣﻌﻴﻦ ﻭ ﺷﺎﻣﻞ ﺗﻤﺎﻣﻲ ﺭﻓﺘﺎﺭﻫﺎﻱ ﻓﺮﺩ 
ﺩﺭ ﺍﺭﺗﺒﺎﻁ ﺑﺎ ﻛﺎﺭﻛﺮﺩ ﺍﻭ ﺩﺭ ﺁﻥ ﺩﻭﺭﻩ ﻣﻌﻴﻦ ﻣﻲ ﺑﺎﺷﺪ. ]6[
ﺍﺭﺯﺷ ــﻴﺎﺑﻲ ﻋﻤﻠﻜﺮﺩ ﺭﺍ ﻣﻲ ﺗﻮﺍﻥ »ﺳﻨﺠﺶ ﺳﻴﺴﺘﻤﺎﺗﻴﻚ ﻭ 
ﻣﻨﻈﻢ ﻛﺎﺭ ﺍﻓﺮﺍﺩ ﺩﺭ ﺭﺍﺑﻄﻪ ﺑﺎ ﻧﺤﻮﻩ ﺍﻧﺠﺎﻡ ﻭﻇﻴﻔﻪ ﺁﻥ ﻫﺎ ﺩﺭ ﻣﺸﺎﻏﻞ 
ﻣﺤﻮﻟﻪ ﻭ ﺗﻌﻴﻴﻦ ﭘﺘﺎﻧﺴﻴﻞ ﻣﻮﺟﻮﺩ ﺩﺭ ﺁﻥ ﻫﺎ ﺟﻬﺖ ﺭﺷﺪ ﻭ ﺑﻬﺒﻮﺩ« 
ﺗﻌﺮﻳﻒ ﻛﺮﺩ. ]7[ ﺑﺮﺍﻱ ﺗﻌﻴﻴﻦ ﺷﺎﻳﺴﺘﮕﻲ ﻭ ﻟﻴﺎﻗﺖ ﻛﺎﺭﻛﻨﺎﻥ ﺑﺎﻳﺪ 
ﻧﻈﺎﻡ ﺍﺭﺯﺷﻴﺎﺑﻲ ﺭﺍ ﺩﺭ ﻫﺮ ﺳﺎﺯﻣﺎﻥ ﻓﻌﺎﻝ ﻛﺮﺩ ﻭ ﺍﺭﺯﺷﻴﺎﺑﻲ ﺭﺍ ﺍﺻﻞ 
ﺟﺪﺍﻧﺎﭘﺬﻳﺮ ﺍﺯ ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺴ ــﺖ، ﺯﻳﺮﺍ ﻧﻈﺎﻡ ﺍﺭﺯﺷﻴﺎﺑﻲ ﻋﻠﻤﻲ، 
ﺗﻮﺍﻧﻤﻨﺪ ﻭ ﻣﻌﺘﺒﺮ، ﭘﻴﺸﺮﻓﺖ ﺳﺎﺯﻣﺎﻥ ﺭﺍ ﺍﻓﺰﺍﻳﺶ ﻣﻲ ﺩﻫﺪ. ]8[
ﻃﻲ ﻣﻄﺎﻟﻌﺎﺗﻲ ﻛﻪ ﺩﺭ ﺩﺍﺧﻞ ﻛﺸﻮﺭ ﺻﻮﺭﺕ ﮔﺮﻓﺖ ﻣﺸﺨﺺ 
ﺷ ــﺪ ﻛﻪ ﻣﺘﻐﻴــﺮﻫﺎﻱ ﺍﻧﮕﻴﺰﺵ، ﺑﺎﺯﺧﻮﺭﺩ ﻋﻤﻠﻜﺮﺩ )ﺍﺭﺯﻳﺎﺑﻲ( 
ﻭ ﺣﻤﺎﻳﺖ ﺳ ــﺎﺯﻣﺎﻧﻲ ﻋﻮﺍﻣﻠﻲ ﻫﺴ ــﺘﻨﺪ ﻛﻪ ﺑﻴﺸﺘﺮﻳﻦ ﺗﺄﺛﻴﺮ ﺭﺍ ﺑﺮ 
ﺑﻬ ــﺮﻩ ﻭﺭﻱ ﺩﺍﺭﻧﺪ. ]9[ ﺍﺭﺯﻳﺎﺑﻲ ﻛﺎﺭﻛﻨﺎﻥ ﺑﻪ ﺭﻭﺵ ﻫﺎﻱ ﻣﺘﻔﺎﻭﺗﻲ 
ﺻﻮﺭﺕ ﻣﻲ ﮔﻴﺮﺩ، ﺑﺴﻴﺎﺭﻱ ﺍﺯ ﺗﻜﻨﻴﻚ ﻫﺎ ﻭ ﺭﻭﺵ ﻫﺎ ﺑﻪ ﺳﺎﺩﮔﻲ 
ﻗﺎﺑﻞ ﺑﻬﺮﻩ ﺑﺮﺩﺍﺭﻱ ﺍﺳﺖ ﻭ ﺑﺮﺧﻲ ﺑﻪ ﺗﻼﺵ، ﺗﺨﺼﺺ ﻭ ﺁﻣﻮﺯﺵ 
ﺑﻴﺸ ــﺘﺮﻱ ﻧﻴﺎﺯﻣﻨﺪ ﺍﺳ ــﺖ. ﺩﺭ ﻧﻬﺎﻳﺖ ﻫ ــﺪﻑ ﻫﻤﻪ ﺭﻭﺵ ﻫﺎﻱ 
ﺍﺭﺯﺷﻴﺎﺑﻲ ﻋﻤﻠﻜﺮﺩ، ﺑﺎﺯﺩﻫﻲ ﺑﻴﺸﺘﺮ ﺍﺳﺖ. ]01[
ﺭﻭﺵ ﺑﺮﺭﺳﻲ
ﺍﻳﻦ ﭘﮋﻭﻫﺶ ﺍﺯ ﻧﻮﻉ ﻣﻄﺎﻟﻌﺎﺕ ﺗﻮﺻﻴﻔﻲ - ﭘﻴﻤﺎﻳﺸ ــﻲ ﺍﺳ ــﺖ. 
ﺟﺎﻣﻌ ــﻪ ﭘﮋﻭﻫ ــﺶ ﺍﻳﻦ ﺗﺤﻘﻴﻖ ﺷ ــﺎﻣﻞ 871 ﻧﻔ ــﺮ ﺍﺯ ﻛﺎﺭﻛﻨﺎﻥ 
ﺭﺳﻤﻲ، ﭘﻴﻤﺎﻧﻲ ﻭ ﻃﺮﺣﻲ ﺷﺎﻏﻞ ﺩﺭ ﺩﺍﻧﺸﻜﺪﻩ ﻫﺎﻱ ﭘﻴﺮﺍﭘﺰﺷﻜﻲ، 
ﺑﻬﺪﺍﺷ ــﺖ، ﭘﺰﺷﻜﻲ، ﭘﺮﺳﺘﺎﺭﻱ ﻭ ﻣﺎﻣﺎﻳﻲ ﺍﻫﻮﺍﺯ، ﺩﻧﺪﺍﻧﭙﺰﺷﻜﻲ، 
ﺗﻮﺍﻧﺒﺨﺸ ــﻲ، ﺩﺍﺭﻭﺳﺎﺯﻱ ﻭ ﺩﺍﻧﺸﻜﺪﻩ ﭘﺮﺳﺘﺎﺭﻱ ﺁﺑﺎﺩﺍﻥ ﺩﺍﻧﺸﮕﺎﻩ 
ﻋﻠ ــﻮﻡ ﭘﺰﺷ ــﻜﻲ ﺍﻫﻮﺍﺯ ﻣﻲ ﺑﺎﺷ ــﻨﺪ ﻛﻪ ﺩﺭ ﺯﻣ ــﺎﻥ ﺍﺟﺮﺍﻱ ﻃﺮﺡ 
ﺣﺪﺍﻗﻞ ﻳﻚ ﻧﻮﺑﺖ ﺩﺭ ﻃﻮﻝ ﺧﺪﻣﺘﺸ ــﺎﻥ ﻣﻮﺭﺩ ﺍﺭﺯﺷ ــﻴﺎﺑﻲ ﻗﺮﺍﺭ 
ﮔﺮﻓﺘﻪ ﺍﻧﺪ. ﺩﺭ ﺍﻳﻦ ﻣﻄﺎﻟﻌﻪ ﺍﺯ ﺭﻭﺵ ﺳﺮﺷ ــﻤﺎﺭﻱ ﺍﺳ ــﺘﻔﺎﺩﻩ ﺷﺪﻩ 
ﺍﺳ ــﺖ. ﺩﺍﺩﻩ ﻫﺎﻱ ﻣ ــﻮﺭﺩ ﻧﻈﺮ ﺍﺯ ﻃﺮﻳﻖ ﭘﺮﺳﺸ ــﻨﺎﻣﻪ ﮔﺮﺩﺁﻭﺭﻱ 
ﺷ ــﺪ. ﺍﻳﻦ ﭘﺮﺳﺸﻨﺎﻣﻪ ﺷ ــﺎﻣﻞ 01 ﺳﺆﺍﻝ )ﻣﺮﺑﻮﻁ ﺑﻪ ﻣﺸﺨﺼﺎﺕ 
ﻓﺮﺩﻱ ﻭ ﺷﻐﻠﻲ ﻛﺎﺭﻛﻨﺎﻥ(، 7 ﺳﺆﺍﻝ )ﻣﺮﺑﻮﻁ ﺑﻪ ﻧﮕﺮﺵ ﻛﺎﺭﻛﻨﺎﻥ 
ﻧﺴ ــﺒﺖ ﺑﻪ ﺿﺮﻭﺭﺕ ﺍﻧﺠﺎﻡ ﺍﺭﺯﺷ ــﻴﺎﺑﻲ( ﻭ73 ﺳﺆﺍﻝ )ﻣﺮﺑﻮﻁ ﺑﻪ 
ﻧﮕﺮﺵ ﺁﻥ ﻫﺎ ﻧﺴ ــﺒﺖ ﺑﻪ ﺍﺭﺯﺷﻴﺎﺑﻲ ﺟﺎﺭﻱ( ﺑﻮﺩ ﻛﻪ ﭘﺎﺳﺦ ﺁﻥ ﻫﺎ 
ﺑﺮ ﺍﺳ ــﺎﺱ ﻣﻘﻴﺎﺱ ﻟﻴﻜﺮﺕ )ﻛﺎﻣًﻼ ﻣﻮﺍﻓﻖ، ﻣﻮﺍﻓﻖ، ﻧﺴﺒﺘًﺎ ﻣﻮﺍﻓﻖ، 
ﻣﺨﺎﻟﻒ ﻭ ﻛﺎﻣًﻼ ﻣﺨﺎﻟﻒ( ﻭ ﻳﻚ ﺳﺆﺍﻝ ﺑﺎﺯ ﺑﻮﺩ. ﺩﺭ ﺍﻳﻦ ﻣﻄﺎﻟﻌﻪ 
ﻣﺤﻘﻖ ﺩﻳﺪﮔﺎﻩ ﻛﺎﻣًﻼ ﻣﻮﺍﻓﻖ ﻭ ﻣﻮﺍﻓﻖ ﺭﺍ ﻧﮕﺮﺵ ﻣﺜﺒﺖ ﻭ ﺩﻳﺪﮔﺎﻩ 
ﻣﺨﺎﻟﻒ ﻭ ﻛﺎﻣًﻼ ﻣﺨﺎﻟﻒ ﺭﺍ ﻧﮕﺮﺵ ﻣﻨﻔﻲ ﺩﺭ ﻧﻈﺮ ﮔﺮﻓﺘﻪ ﺍﺳﺖ. 
ﺍﻋﺘﺒﺎﺭ ﭘﺮﺳﺸ ــﻨﺎﻣﻪ ﺍﺯ ﻃﺮﻳﻖ ﺑﺮﺭﺳ ــﻲ ﻣﺤﺘﻮﺍﻳﻲ ﻭ ﺑﺎ ﻣﺸﻮﺭﺕ ﺑﺎ 
ﻛﺎﺭﺷﻨﺎﺳ ــﺎﻥ ﻭ ﻧﻴﺰ ﺍﺳﺘﻔﺎﺩﻩ ﺍﺯ ﻣﻄﺎﻟﻌﺎﺕ ﻗﺒﻠﻲ ﺗﺄﻳﻴﺪ ﻭ ﭘﺎﻳﺎﻳﻲ ﺁﻥ 
ﻧﻴﺰ ﺑﺎ ﺍﺳﺘﻔﺎﺩﻩ ﺍﺯ ﺭﻭﺵ ﺁﺯﻣﻮﻥ - ﺑﺎﺯ ﺁﺯﻣﻮﻥ ﺑﺎ ﺿﺮﻳﺐ ﻫﻤﺒﺴﺘﮕﻲ 
68 ﺩﺭﺻﺪ ﺩﺭ ﺑﻴﻦ ﺳ ــﺆﺍﻻﺕ، ﺗﻌﻴﻴﻦ ﺷ ــﺪ. ﺑﺮﺍﻱ ﺟﻠﻮﮔﻴﺮﻱ ﺍﺯ 
ﺧﻄﺎﻫﺎﻱ ﺍﺣﺘﻤﺎﻟﻲ ﻧﺎﺷﻲ ﺍﺯ ﺣﻀﻮﺭ ﻣﺤﻘﻖ ﺩﺭ ﻣﺤﻞ ﺗﺤﻘﻴﻖ، ﺑﻪ 









































ﺍﻓﺮﺍﺩ ﺍﺟﺎﺯﻩ ﺩﺍﺩﻩ ﺷ ــﺪ ﺗﺎ ﺁﺯﺍﺩﺍﻧﻪ ﺩﺭ ﻓﺮﺻﺖ ﻣﻨﺎﺳﺐ ﭘﺮﺳﺸﻨﺎﻣﻪ 
ﺭﺍ ﺣﺪﺍﻛﺜ ــﺮ ﺗ ــﺎ ﻳﻚ ﻫﻔﺘﻪ ﺗﻜﻤﻴﻞ ﻭ ﺗﺤﻮﻳ ــﻞ ﻧﻤﺎﻳﻨﺪ ﺩﺭ ﻧﻬﺎﻳﺖ 
051ﭘﺮﺳﺸ ــﻨﺎﻣﻪ ﻋﻮﺩﺕ ﺩﺍﺩﻩ ﺷ ــﺪ ﻭ ﺩﺍﺩﻩ ﻫﺎ ﺑﻪ ﻭﺳﻴﻠﻪ ﻧﺮﻡ ﺍﻓﺰﺍﺭ 
SSPS ﻭ ﺁﺯﻣﻮﻥ ﻛﺎﻱ ﺩﻭ ﺑﺮﺍﻱ ﺗﻌﻴﻴﻦ ﺳﻄﺢ ﻣﻌﻨﻲ ﺩﺍﺭﻱ ﺁﻣﺎﺭﻱ 
ﺑﻴﻦ ﻣﺘﻐﻴﺮﻫﺎﻱ ﻣﺴﺘﻘﻞ ﻭ ﻭﺍﺑﺴﺘﻪ ﺗﺠﺰﻳﻪ ﻭ ﺗﺤﻠﻴﻞ ﮔﺮﺩﻳﺪ.
ﻳﺎﻓﺘﻪ ﻫﺎ
ﺍﻳﻦ ﻣﻄﺎﻟﻌﻪ ﻛﻪ ﺩﺭ ﺑﻴﻦ ﻛﺎﺭﻛﻨﺎﻥ ﺩﺍﻧﺸﻜﺪﻩ ﺑﻬﺪﺍﺷﺖ ﻛﻪ ﻣﺸﻤﻮﻝ 
ﻃﺮﺡ ﺍﺭﺯﺷﻴﺎﺑﻲ ﺳ ــﺎﻻﻧﻪ ﻣﻲ ﺑﺎﺷﻨﺪ، ﺻﻮﺭﺕ ﮔﺮﻓﺖ. ﺑﺮﺍﺳﺎﺱ 
ﻧﺘﺎﻳ ــﺞ ﺁﻥ 7.45 ﺩﺭﺻ ــﺪ ﺍﺯ ﺍﻓﺮﺍﺩ ﻣﻮﺭﺩ ﻣﻄﺎﻟﻌ ــﻪ ﺯﻥ ﻭ ﺑﻘﻴﻪ ﻣﺮﺩ 
ﺑﻮﺩﻧﺪ. ﺑﻴﺸ ــﺘﺮ ﺍﻓ ــﺮﺍﺩ )05 ﺩﺭﺻﺪ( ﺩﺭ ﺩﺍﻣﻨﻪ ﺳ ــﻨﻲ 
04-13 ﺳ ــﺎﻝ ﻗﺮﺍﺭ ﺩﺍﺷ ــﺘﻨﺪ ﻭ ﻣﻴﺎﻧﮕﻴﻦ ﻭ ﺍﻧﺤﺮﺍﻑ 
ﻣﻌﻴﺎﺭ ﺳﻦ ﺍﻓﺮﺍﺩ ﻣﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ 2.7±7.73 ﺑﻮﺩ. ﻧﺘﺎﻳﺞ 
ﺍﻳﻦ ﻣﻄﺎﻟﻌﻪ ﻧﺸ ــﺎﻥ ﺩﺍﺩ ﻛﻪ ﺍﻛﺜﺮ ﺍﻓ ــﺮﺍﺩ ﻣﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ 
)3.57 ﺩﺭﺻ ــﺪ( ﻣﺘﺄﻫﻞ ﺑﻮﺩﻧ ــﺪ. ﺍﺯ ﻧﻈﺮ ﺗﺤﺼﻴﻼﺕ 
3.3 ﺩﺭﺻ ــﺪ ﺯﻳﺮ ﺩﻳﭙﻠ ــﻢ، 7.42 ﺩﺭﺻﺪ ﺩﻳﭙﻠﻢ، 7.01 
ﺩﺭﺻ ــﺪ ﻓﻮﻕ ﺩﻳﭙﻠ ــﻢ ﻭ 3.16 ﺩﺭﺻﺪ ﺩﺍﺭﺍﻱ ﻣﺪﺍﺭﻙ 
ﻟﻴﺴﺎﻧﺲ ﻭ ﺑﺎﻻﺗﺮ ﺑﻮﺩﻧﺪ. ﻋﻤﺪﻩ ﺍﻓﺮﺍﺩ )3.14 ﺩﺭﺻﺪ( 
ﺩﺍﺭﺍﻱ ﺳ ــﺎﺑﻘﻪ ﻛﺎﺭ 02-01 ﺳﺎﻝ ﺑﻮﺩﻧﺪ ﻭ ﻣﻴﺎﻧﮕﻴﻦ ﻭ 
ﺍﻧﺤﺮﺍﻑ ﻣﻌﻴﺎﺭ ﺳ ــﺎﺑﻘﻪ ﻛﺎﺭ ﺍﻓ ــﺮﺍﺩ 2.7±9.21 ﺑﻮﺩ. 
ﺍﺯ ﻧﻈﺮ ﻭﺿﻌﻴﺖ ﺷ ــﻐﻠﻲ، 3.91 ﺩﺭﺻﺪ ﺳﺮﭘﺮﺳﺘﺎﻥ، 
83 ﺩﺭﺻﺪ ﻛﺎﺭﻛﻨﺎﻥ ﻭ 7.24 ﺩﺭﺻﺪ ﺭﺍ ﻛﺎﺭﺷﻨﺎﺳ ــﺎﻥ 
ﺗﺸ ــﻜﻴﻞ ﻣﻲ ﺩﺍﺩﻧﺪ. ﻧﺤﻮﻩ ﺍﺳﺘﺨﺪﺍﻡ 66 ﺩﺭﺻﺪ ﺍﻓﺮﺍﺩ 
ﺭﺳﻤﻲ، 7.23 ﺩﺭﺻﺪ ﭘﻴﻤﺎﻧﻲ ﻭ 3.1 ﺩﺭﺻﺪ ﺍﺯ ﻃﺮﻳﻖ 
ﻃﺮﺡ ﻻﻳﺤﻪ ﻧﻴﺮﻭﻱ ﺍﻧﺴﺎﻧﻲ ﺑﻮﺩ. ﺭﺳﺘﻪ ﺧﺪﻣﺘﻲ 3.35 
ﺩﺭﺻﺪ ﺍﻓﺮﺍﺩ ﺍﺩﺍﺭﻱ، 3.33 ﺩﺭﺻﺪ ﺑﻬﺪﺍﺷﺘﻲ ﺩﺭﻣﺎﻧﻲ، 
7.21 ﺩﺭﺻﺪ ﺁﻣﻮﺯﺷ ــﻲ ﻭ 7.0 ﺩﺭﺻﺪ ﺳﺎﻳﺮ ﺭﺳﺘﻪ ﻫﺎ 
ﺑﻮﺩﻧﺪ. 26 ﺩﺭﺻﺪ ﺍﻓﺮﺍﺩ ﺩﺭ ﻃﻮﻝ ﻳﻚ ﺳ ــﺎﻝ 4 ﺑﺎﺭ ﻭ 
ﺑﻴﺸﺘﺮ ﺗﺸﻮﻳﻘﻲ ﺑﻪ ﺍﻧﺤﺎء ﻣﺨﺘﻠﻒ ﺩﺭﻳﺎﻓﺖ ﻛﺮﺩﻩ ﺍﻧﺪ. 
ﺑﻴﺸ ــﺘﺮﻳﻦ ﺭﻭﺵ ﺗﺸ ــﻮﻳﻖ ﺩﺭ 3.94 ﺩﺭﺻﺪ ﺍﻓﺮﺍﺩ ﺑﻪ 
ﺻﻮﺭﺕ ﺗﺮﻛﻴﺒﻲ ﺍﺯ ﺗﻘﺪﻳﺮﻧﺎﻣﻪ ﺗﻮﺳ ــﻂ ﻣﺪﻳﺮ ﻣﺴﺘﻘﻴﻢ 
ﻭﻳﺎ ﻛﺎﺭﻣﻨﺪ ﻧﻤﻮﻧﻪ ﺳ ــﺎﻝ ﻭ ﻧﻴﺰ ﺩﺭﻳﺎﻓﺖ ﺗﻘﺪﻳﺮﻧﺎﻣﻪ ﺍﺯ 
ﻣﻌﺎﻭﻥ ﻣﺪﻳﺮ ﻳﺎ ﺳﺎﻳﺮ ﺳﺮﭘﺮﺳﺘﺎﻥ ﺑﻮﺩﻩ ﺍﺳﺖ.
ﺩﺭ ﺍﻳﻦ ﻣﻄﺎﻟﻌﻪ ﺩﻳﺪﮔﺎﻩ ﺍﻓﺮﺍﺩ ﻣﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ ﻧﻴﺰ ﺩﺭ 
ﺩﻭ ﺑﻌﺪ ﺿﺮﻭﺭﺕ ﺍﻧﺠﺎﻡ ﺍﺭﺯﺷ ــﻴﺎﺑﻲ ﺳﺎﻻﻧﻪ ﻭ ﺭﻭﺵ 
ﺍﺟﺮﺍﻱ ﺁﻥ، ﻣﻮﺭﺩ ﺑﺮﺭﺳﻲ ﻗﺮﺍﺭ ﮔﺮﻓﺖ. ﺑﺮ ﺍﻳﻦ ﺍﺳﺎﺱ 
ﻧﺘﺎﻳﺞ ﻧﺸﺎﻥ ﻣﻲ ﺩﻫﺪ ﻛﻪ ﺩﺭ ﺯﻣﻴﻨﻪ ﺿﺮﻭﺭﺕ ﺍﺭﺯﺷﻴﺎﺑﻲ ﻋﻤﻠﻜﺮﺩ 
ﻛﺎﺭﻛﻨ ــﺎﻥ، 47.93 ﺩﺭﺻﺪ ﺍﻓﺮﺍﺩ ﻣ ــﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ ﺑﺎ ﺍﻳﻦ ﻛﻪ ﺍﻧﺠﺎﻡ 
ﺍﺭﺯﺷﻴﺎﺑﻲ ﺳﺎﻻﻧﻪ ﻋﻤﻠﻜﺮﺩ ﻛﺎﺭﻛﻨﺎﻥ ﻳﻚ ﺿﺮﻭﺭﺕ ﺍﺳﺖ ﻛﺎﻣًﻼ 
ﻣﻮﺍﻓﻖ ﺑﻮﺩﻧﺪ ﻭ ﻓﻘﻂ 88.4 ﺩﺭﺻﺪ ﺁﻥ ﻫﺎ ﺩﺭ ﺍﻳﻦ ﺯﻣﻴﻨﻪ ﻧﻈﺮ ﻛﺎﻣًﻼ 
ﻣﺨﺎﻟﻒ ﺩﺍﺷ ــﺘﻨﺪ. ﺩﺭ ﺯﻣﻴﻨﻪ ﻧﺤﻮﻩ ﺍﺭﺯﺷ ــﻴﺎﺑﻲ ﺟﺎﺭﻱ ﻋﻤﻠﻜﺮﺩ 
ﻛﺎﺭﻛﻨﺎﻥ، 48.52 ﺩﺭﺻﺪ ﺑﺎ ﻧﺤﻮﻩ ﺍﺟﺮﺍﻱ ﺍﺭﺯﺷﻴﺎﺑﻲ ﻧﺴﺒﺘًﺎ ﻣﻮﺍﻓﻖ 
ﻭ ﻓﻘﻂ 22.31 ﺩﺭﺻﺪ ﺁﻥ ﻫﺎ ﺑﺎ ﻧﺤﻮﻩ ﺍﺟﺮﺍﻱ ﺁﻥ ﺩﺭ ﺩﺍﻧﺸﻜﺪﻩ ﻫﺎﻱ 
ﺧﻮﺩ ﻛﺎﻣًﻼ ﻣﻮﺍﻓﻖ ﺑﻮﺩﻧﺪ )ﻧﻤﻮﺩﺍﺭ1 ﻭ2(.
ﺑ ــﻪ ﻃﻮﺭ ﻛﻠﻲ، 23.66 ﺩﺭﺻﺪ ﺍﻓﺮﺍﺩ ﻣﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ، ﺩﺭ ﻣﻮﺭﺩ 
"ﺿﺮﻭﺭﺕ ﺍﺟﺮﺍﻱ ﻧﻈﺎﻡ ﺍﺭﺯﺷ ــﻴﺎﺑﻲ ﺳ ــﺎﻻﻧﻪ ﻛﺎﺭﻛﻨﺎﻥ" ﺩﺍﺭﺍﻱ 
ﺍﻣﻴﻦ ﺗﺮﺍﺑﻲ / ﺳﻌﻴﺪﻩ ﺳﺘﻮﺩﻩ 
ﻧﻤﻮﺩﺍﺭ 1: ﻓﺮﺍﻭﺍﻧﻲ ﻧﺴﺒﻲ ﺍﻓﺮﺍﺩ ﻣﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ ﺑﺮ ﺍﺳﺎﺱ ﻧﮕﺮﺵ ﺁﻥ ﻫﺎ
ﻧﺴﺒﺖ ﺑﻪ ﺿﺮﻭﺭﺕ ﺍﻧﺠﺎﻡ ﺍﺭﺯﺷﻴﺎﺑﻲ
ﻧﻤﻮﺩﺍﺭ 2: ﻓﺮﺍﻭﺍﻧﻲ ﻧﺴﺒﻲ ﺍﻓﺮﺍﺩ ﻣﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ ﺑﺮ ﺍﺳﺎﺱ ﻧﮕﺮﺵ ﺁﻥ ﻫﺎ



































ﺩﻳﺪﮔﺎﻩ ﻣﺜﺒﺖ )ﻳﻌﻨﻲ ﺑﺎ ﺍﻧﺠﺎﻡ ﺍﻳﻦ ﻓﺮﺁﻳﻨﺪ ﻣﻮﺍﻓﻖ ﻳﺎ ﻛﺎﻣًﻼ ﻣﻮﺍﻓﻖ 
ﺑﻮﺩﻧ ــﺪ(، 53.71 ﺩﺭﺻﺪ ﺩﺍﺭﺍﻱ ﺩﻳﺪﮔﺎﻩ ﻣﻨﻔﻲ ﻭ 33.61 ﺩﺭﺻﺪ 
ﺍﻓﺮﺍﺩ ﺩﻳﺪﮔﺎﻩ ﺧﻨﺜﻲ ﺩﺍﺷ ــﺘﻨﺪ. ﺍﻳﻦ ﺩﺭ ﺣﺎﻟﻲ ﺍﺳ ــﺖ ﻛﻪ ﺩﺭ ﺯﻣﻴﻨﻪ 
"ﻧﺤﻮﻩ ﺍﺟﺮﺍﻱ ﺍﺭﺯﺷ ــﻴﺎﺑﻲ ﺟﺎﺭﻱ ﻋﻤﻠﻜﺮﺩ ﻛﺎﺭﻛﻨﺎﻥ" ﺑﻪ ﺭﻭﺵ 
ﺟ ــﺎﺭﻱ ﺑﻪ ﺗﺮﺗﻴﺐ، 57.93 ﺩﺭﺻﺪ ﺍﻓ ــﺮﺍﺩ ﺩﺍﺭﺍﻱ ﺩﻳﺪﮔﺎﻩ ﻣﻨﻔﻲ، 
14.43 ﺩﺭﺻ ــﺪ ﺩﺍﺭﺍﻱ ﺩﻳﺪﮔﺎﻩ ﻣﺜﺒﺖ ﻭ 48.52 ﺩﺭﺻﺪ ﺩﻳﺪﮔﺎﻩ 
ﺧﻨﺜﻲ ﺩﺍﺷﺘﻨﺪ )ﺟﺪﻭﻝ 1(.
ﺑﺮ ﺍﺳ ــﺎﺱ ﺁﺯﻣﻮﻥ ﺁﻣ ــﺎﺭﻱ ﻛﺎﻱ ﺩﻭ ﺑﺎ ﺿﺮﻳﺐ ﺍﻃﻤﻴﻨﺎﻥ 59 
ﺩﺭﺻﺪ ﺑﻴﻦ ﻭﺿﻌﻴ ــﺖ ﺗﺄﻫﻞ ﺍﻓﺮﺍﺩ ﻣﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ ﻭ ﺩﻳﺪﮔﺎﻩ ﻫﺎﻱ 
ﺁﻥ ﻫﺎ ﺩﺭ ﺯﻣﻴﻨﻪ ﺿﺮﻭﺭﺕ ﺍﻧﺠﺎﻡ ﺍﺭﺯﺷﻴﺎﺑﻲ ﺳﺎﻻﻧﻪ ﻛﺎﺭﻛﻨﺎﻥ ﺭﺍﺑﻄﻪ 
ﻣﻌﻨﻲ ﺩﺍﺭ ﻭﺟﻮﺩ ﺩﺍﺷﺖ )000.0=P( ﺑﻪ ﻃﻮﺭﻱ ﻛﻪ ﺍﻓﺮﺍﺩ ﻣﺘﺄﻫﻞ 
ﺩﺍﺭﺍﻱ ﻧﮕﺮﺵ ﻣﺜﺒﺖ ﺗﺮﻱ ﻧﺴﺒﺖ ﺑﻪ ﺍﻓﺮﺍﺩ ﻣﺠﺮﺩ ﺑﻮﺩﻧﺪ. ﻫﻤﭽﻨﻴﻦ 
ﺁﺯﻣﻮﻥ ﻓﻮﻕ ﻧﺸ ــﺎﻥ ﺩﺍﺩ ﺑﻴﻦ ﺩﻳﺪﮔﺎﻩ ﺍﻓ ــﺮﺍﺩ ﺩﺭ ﺯﻣﻴﻨﻪ ﺿﺮﻭﺭﺕ 
ﺍﺭﺯﺷ ــﻴﺎﺑﻲ ﻛﺎﺭﻛﻨ ــﺎﻥ ﻭ ﻧﺤﻮﻩ ﺍﻧﺠﺎﻡ ﺍﺭﺯﺷ ــﻴﺎﺑﻲ ﺟﺎﺭﻱ، ﺭﺍﺑﻄﻪ 
ﺁﻣﺎﺭﻱ ﻣﻌﻨﻲ ﺩﺍﺭ ﻭﺟﻮﺩ ﺩﺍﺭﺩ )100.0=P(.
ﻳﺎﻓﺘﻪ ﻫﺎﻱ ﺍﻳﻦ ﺗﺤﻘﻴﻖ ﻧﺸﺎﻥ ﻣﻲ ﺩﻫﺪ ﻛﻪ ﻭﺿﻌﻴﺖ ﺑﺎﺯﺧﻮﺭﺩ 
ﻧﺘﺎﻳﺞ ﺣﺎﺻﻞ ﺍﺯ ﻋﻤﻠﻜﺮﺩ ﻧﻴﺰ ﻣﻨﺎﺳ ــﺐ ﻧﻴﺴ ــﺖ. ﺑﻪ ﻃﻮﺭﻱ ﻛﻪ 
56.68 ﺩﺭﺻﺪ ﺍﻓﺮﺍﺩ ﻣﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ ﺑﻴﺎﻥ ﻛﺮﺩﻩ ﺍﻧﺪ ﻛﻪ ﻣﺴ ــﺌﻮﻟﻴﻦ 
ﻭ ﺳﺮﭘﺮﺳ ــﺘﺎﻥ ﺁﻥ ﻫ ــﺎ ﭘﺲ ﺍﺯ ﺍﻧﺠﺎﻡ ﺍﺭﺯﺷ ــﻴﺎﺑﻲ ﺩﺭ ﻣﻮﺭﺩ ﻧﺘﺎﻳﺞ 
ﺣﺎﺻﻠﻪ ﺍﺯ ﺍﺭﺯﺷﻴﺎﺑﻲ ﺑﺎ ﺁﻥ ﻫﺎ ﺑﻪ ﺑﺤﺚ ﻭ ﮔﻔﺘﮕﻮ ﻧﻤﻲ ﭘﺮﺩﺍﺯﻧﺪ. 57 
ﺩﺭﺻﺪ ﻧﻴﺰ ﺍﻇﻬﺎﺭ ﻛﺮﺩﻩ ﺍﻧﺪ ﻛﻪ ﺍﺷ ــﺘﺒﺎﻫﺎﺕ ﻭ ﻧﻮﺍﻗﺺ ﻋﻤﻠﻜﺮﺩﻱ 
ﺁﻥ ﻫﺎ ﭘﺲ ﺍﺯ ﺍﺭﺯﺷﻴﺎﺑﻲ ﺗﺬﻛﺮ ﺩﺍﺩﻩ ﻧﻤﻲ ﺷﻮﺩ ﻭ 7.39 ﺩﺭﺻﺪ ﻧﻴﺰ 
ﺍﻇﻬﺎﺭ ﻛﺮﺩﻩ ﺍﻧﺪ ﻛﻪ ﺩﺭ ﺯﻣﻴﻨﻪ ﺭﻓﻊ ﺍﺷ ــﻜﺎﻻﺕ ﻭ ﻧﻮﺍﻗﺺ ﻧﺎﺷﻲ ﺍﺯ 
ﺍﺭﺯﺷﻴﺎﺑﻲ ﺳﺎﻻﻧﻪ ﺁﻥ ﻫﺎ ﺑﺮﻧﺎﻣﻪ ﺁﻣﻮﺯﺷﻲ ﺧﺎﺻﻲ ﻃﺮﺍﺣﻲ ﻭ ﺍﺟﺮﺍ 
ﻧﻤﻲ ﮔﺮﺩﺩ. ﺩﺭ ﻣﻮﺭﺩ ﺍﻧﺠﺎﻡ ﺍﺭﺯﺷﻴﺎﺑﻲ ﺑﻪ ﺻﻮﺭﺕ ﺳﺎﻻﻧﻪ )ﺳﺎﻟﻲ 
ﻳﻚ ﺑﺎﺭ( 48.63 ﺩﺭﺻﺪ ﺍﺯ ﻛﺎﺭﻛﻨﺎﻥ ﻧﺴﺒﺖ ﺑﻪ ﺁﻥ ﺩﺍﺭﺍﻱ ﺩﻳﺪﮔﺎﻩ 
ﻛﺎﻣًﻼ ﻣﻮﺍﻓﻖ ﻭ 44.33 ﺩﺭﺻﺪ ﺩﺍﺭﺍﻱ ﺩﻳﺪﮔﺎﻩ ﻣﻮﺍﻓﻖ ﺑﻮﺩﻧﺪ. ﻧﺘﺎﻳﺞ 
ﺑﺮﺭﺳ ــﻲ ﺩﺭ ﻣﻮﺭﺩ ﺿﺮﻭﺭﺕ ﺍﻧﺠﺎﻡ »ﺧﻮﺩ ﺍﺭﺯﺷﻴﺎﺑﻲ« ﺣﺎﻛﻲ ﺍﺯ 
ﺁﻥ ﺍﺳﺖ ﻛﻪ 89.28 ﺩﺭﺻﺪ ﺍﺯ ﻛﺎﺭﻛﻨﺎﻥ ﻧﮕﺮﺵ ﻣﺜﺒﺘﻲ ﻧﺴﺒﺖ ﺑﻪ 
ﺍﻧﺠﺎﻡ ﺁﻥ ﺩﺍﺭﻧﺪ. ﻫﻤﭽﻨﻴﻦ ﻧﺴ ــﺒﺖ ﺑﻪ ﺍﻳﻦ ﺳ ــﺆﺍﻝ ﻛﻪ " ﻣﺴﺌﻮﻻﻥ 
ﺩﺭ ﺍﺭﺯﺷﻴﺎﺑﻲ ﺳﺎﻻﻧﻪ ﺑﻴﺸﺘﺮ ﺑﺮ ﻧﻘﺎﻁ ﺿﻌﻒ ﺗﻜﻴﻪ ﻣﻲ ﻛﻨﻨﺪ" 1.91 
ﺩﺭﺻﺪ ﻛﺎﺭﻛﻨﺎﻥ ﻧﻈﺮ ﻛﺎﻣًﻼ ﻣﻮﺍﻓﻖ، 1.12 ﺩﺭﺻﺪ ﻣﻮﺍﻓﻖ ﻭ 4.03 
ﺩﺭﺻﺪ ﻧﻈﺮ ﻧﺴ ــﺒﺘًﺎ ﻣﻮﺍﻓﻖ ﺩﺍﺷﺘﻨﺪ. ﺩﺭ ﺍﻳﻦ ﺯﻣﻴﻨﻪ ﻛﻪ "ﺍﺭﺯﺷﻴﺎﺑﻲ 
ﺳﺎﻻﻧﻪ ﺑﻪ ﺭﻭﺵ ﻓﻌﻠﻲ ﺑﺎﻋﺚ ﺗﺒﻌﻴﺾ ﺑﻴﻦ ﻫﻤﻜﺎﺭﺍﻥ ﻣﻲ ﮔﺮﺩﺩ"، 
7.81 ﺩﺭﺻﺪ ﻧﻈﺮ ﻛﺎﻣًﻼ ﻣﻮﺍﻓﻖ، 7.62 ﺩﺭﺻﺪ ﻣﻮﺍﻓﻖ، 42 ﺩﺭﺻﺪ 
ﻧﺴﺒﺘًﺎ ﻣﻮﺍﻓﻖ، 7.02 ﺩﺭﺻﺪ ﻣﺨﺎﻟﻒ ﻭ 01 ﺩﺭﺻﺪ ﻛﺎﻣًﻼ ﻣﺨﺎﻟﻒ 
ﺑﻮﺩﻧﺪ. ﻧﺘﺎﻳﺞ ﺣﺎﻛﻲ ﺍﺯ ﺁﻥ ﺍﺳ ــﺖ ﻛ ــﻪ 7.23 ﺩﺭﺻﺪ ﺍﺯ ﻛﺎﺭﻛﻨﺎﻥ 
ﻣﻌﺘﻘﺪ ﺑﻮﺩﻧﺪ ﻛﻪ ﺍﺭﺯﺷ ــﻴﺎﺑﻲ ﺳ ــﺎﻻﻧﻪ ﺍﻧﮕﻴﺰﻩ ﻓ ــﺮﺩ ﺭﺍ ﺑﺮﺍﻱ ﺭﻓﻊ 
ﻛﻤﺒﻮﺩﻫ ــﺎﻱ ﻓﻨ ــﻲ ﻭ ﺗﺨﺼﺼﻲ ﺍﻓﺰﺍﻳ ــﺶ ﻣﻲ ﺩﻫﺪ ﺩﺭ ﺣﺎﻟﻲ ﻛﻪ 
4.34 ﺩﺭﺻﺪ ﺩﺭ ﺍﻳﻦ ﺯﻣﻴﻨﻪ ﺩﺍﺭﺍﻱ ﺩﻳﺪﮔﺎﻩ ﻣﻨﻔﻲ ﺑﻮﺩﻧﺪ.
ﺑﺤﺚ ﻭ ﻧﺘﻴﺠﻪ ﮔﻴﺮﻱ
ﻳﺎﻓﺘﻪ ﻫﺎﻱ ﺣﺎﺻﻞ ﺍﺯ ﺍﻳﻦ ﭘﮋﻭﻫﺶ ﺣﺎﻛﻲ ﺍﺯ ﺁﻥ ﺍﺳﺖ ﻛﻪ 23.96 
ﺩﺭﺻﺪ ﺍﻓﺮﺍﺩ ﺩﻳﺪﮔﺎﻩ ﻣﺜﺒﺘﻲ ﻧﺴﺒﺖ ﺑﻪ ﺿﺮﻭﺭﺕ ﺍﻧﺠﺎﻡ ﺍﺭﺯﺷﻴﺎﺑﻲ 
ﺳﺎﻻﻧﻪ ﺩﺍﺷﺘﻨﺪ. ﺩﺭ ﺍﻳﻦ ﺯﻣﻴﻨﻪ ﺁﻗﺎﺟﺎﻧﻲ ﻭ ﻫﻤﻜﺎﺭﺍﻥ ﻧﻴﺰ ﺩﺭ ﺗﺤﻘﻴﻖ 
ﺧﻮﺩ ﻋﻨﻮﺍﻥ ﻛﺮﺩﻧﺪ ﻛﻪ 04 ﺩﺭﺻﺪ ﻛﺎﺭﻛﻨﺎﻥ ﺍﻧﺠﺎﻡ ﺍﺭﺯﺷ ــﻴﺎﺑﻲ ﺭﺍ 
ﺍﻣﺮﻱ ﺿﺮﻭﺭﻱ ﺩﺍﻧﺴ ــﺘﻪ ﺍﻧﺪ. ]3[ ﻣﻴﺮﺳﭙﺎﺳ ــﻲ ﻧﻴﺰ ﺩﺭ ﺍﻳﻦ ﺯﻣﻴﻨﻪ 
ﻣﻲ ﻧﻮﻳﺴ ــﺪ: "59 ﺩﺭﺻﺪ ﺍﺯ ﻛﻞ ﺷﺮﻛﺖ ﻛﻨﻨﺪﮔﺎﻥ ﺩﺭ ﺷﺶ ﺩﻭﺭﻩ 
ﻣﺪﻳﺮﻳ ــﺖ ﭘﺎﻳﻪ ﻣﺮﻛﺰ ﺁﻣﻮﺯﺵ ﻣﺪﻳﺮﻳﺖ ﺩﻭﻟﺘﻲ، ﺍﺭﺯﺷ ــﻴﺎﺑﻲ ﺍﺯ 
ﻛﺎﺭﻛﻨ ــﺎﻥ ﺭﺍ ﻳﻚ ﺿﺮﻭﺭﺕ ﺗﺸ ــﺨﻴﺺ ﺩﺍﺩﻩ ﺍﻧﺪ." ]11[ ﺗﻔﺎﻭﺕ 
ﻣﻮﺟﻮﺩ ﺩﺭ ﻧﺘﺎﻳﺞ ﺍﻳﻦ ﺗﺤﻘﻴﻖ ﻣﻲ ﺗﻮﺍﻧﺪ ﻧﺎﺷﻲ ﺍﺯ ﺗﻔﺎﻭﺕ ﺟﺎﻣﻌﻪ 
ﭘﮋﻭﻫﺶ ﺑﺎﺷﺪ ﺑﻪ ﺍﻳﻦ ﻣﻌﻨﺎ ﻛﻪ ﺟﺎﻣﻌﻪ ﻣﻮﺭﺩ ﭘﮋﻭﻫﺶ ﺩﺭ ﺗﺤﻘﻴﻖ 
ﻓﻮﻕ ﻛﺴ ــﺎﻧﻲ ﺑﻮﺩﻧﺪ ﻛﻪ ﻛﺎﺭﻛﻨﺎﻥ ﺧﻮﺩ ﺭﺍ ﻣﻮﺭﺩ ﺍﺭﺯﺷ ــﻴﺎﺑﻲ ﻗﺮﺍﺭ 
ﻣﻲ ﺩﺍﺩﻧ ــﺪ ﻭ ﺟﺎﻣﻌﻪ ﻣﻮﺭﺩ ﭘﮋﻭﻫﺶ ﺩﺭ ﺗﺤﻘﻴﻖ ﺣﺎﺿﺮ ﻛﺴ ــﺎﻧﻲ 
ﺑﻮﺩﻧﺪ ﻛﻪ ﺧﻮﺩ ﻣﻮﺭﺩ ﺍﺭﺯﺷﻴﺎﺑﻲ ﻗﺮﺍﺭ ﮔﺮﻓﺘﻪ ﺍﻧﺪ. ]3[
 ﺩﺭ ﻣﻮﺭﺩ ﺍﻧﺠﺎﻡ ﺍﺭﺯﺷﻴﺎﺑﻲ ﺑﻪ ﺻﻮﺭﺕ ﺳﺎﻻﻧﻪ )ﺳﺎﻟﻲ ﻳﻚ ﺑﺎﺭ( 
82.07 ﺩﺭﺻﺪ ﺍﺯ ﻛﺎﺭﻛﻨﺎﻥ ﻧﮕﺮﺵ ﻣﺜﺒﺘﻲ ﺩﺍﺷ ــﺘﻨﺪ. ﻛﺎﻭﻳﺎﻧﻲ ﻧﻴﺰ 
ﺩﺭ ﭘﮋﻭﻫﺶ ﺧﻮﺩ ﻣﻲ ﻧﻮﻳﺴ ــﺪ: ﺗﻘﺮﻳﺒًﺎ ﻧﻴﻤﻲ ﺍﺯ ﭘﺮﺳﻨﻞ ﭘﺮﺳﺘﺎﺭﻱ 
ﻣ ــﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ ﺧﻮﺩ )7.75 ﺩﺭﺻﺪ( ﺩﺭ ﺍﻳﻦ ﺯﻣﻴﻨﻪ ﻧﮕﺮﺵ ﻣﺜﺒﺖ 
ﺩﺍﺷ ــﺘﻨﺪ. ]21[ ﻣﻴﺎﻧﮕﻴﻦ ﺯﻣﺎﻧ ــﻲ ﺍﺭﺯﻳﺎﺑﻲ ﻋﻤﻠﻜﺮﺩ ﻛﺎﺭﻛﻨﺎﻥ، ﺑﻪ 
ﻧﮕﺮﺵ ﻛﺎﺭﻛﻨﺎﻥ ﺩﺍﻧﺸﻜﺪﻩ ﻫﺎﻱ ﺩﺍﻧﺸﮕﺎﻩ ﻋﻠﻮﻡ ﭘﺰﺷﻜﻲ ﺍﻫﻮﺍﺯ …
ﺟﺪﻭﻝ 1: ﺩﺭﺻﺪ ﺍﻓﺮﺍﺩ ﻣﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ ﺑﺮ ﺍﺳﺎﺱ ﻧﮕﺮﺵ ﻛﻠﻲ ﺁﻥ ﻫﺎ ﻧﺴﺒﺖ ﺑﻪ ﺿﺮﻭﺭﺕ ﺍﺭﺯﺷﻴﺎﺑﻲ ﻭ ﻧﺤﻮﻩ ﺍﺭﺯﺷﻴﺎﺑﻲ ﺟﺎﺭﻱ




)ﻣﺠﻤﻮﻉ ﺩﻳﺪﮔﺎﻩ ﻛﺎﻣًﻼ ﻣﺨﺎﻟﻒ ﻭ ﻣﺨﺎﻟﻒ(
53.7133.6123.66ﺿﺮﻭﺭﺕ ﺍﻧﺠﺎﻡ ﺍﺭﺯﺷﻴﺎﺑﻲ









































ﻃﻮﺭ ﻣﺘﻮﺳ ــﻂ ﻳﻚ ﻳﺎ ﺣﺪﺍﻛﺜﺮ ﺩﻭ ﺑﺎﺭ ﺩﺭ ﺳ ــﺎﻝ ﺿﺮﻭﺭﻱ ﺍﺳﺖ. 
ﺍﮔ ــﺮ ﻓﺎﺻﻠﻪ ﺯﻣﺎﻧﻲ ﺑﻴﻦ ﺩﻭ ﺍﺭﺯﻳﺎﺑﻲ ﺯﻳﺎﺩ ﺑﺎﺷ ــﺪ ﻣﻤﻜﻦ ﺍﺳ ــﺖ 
ﺧﻴﻠ ــﻲ ﺍﺯ ﻣﻮﺍﺭﺩﻱ ﻛﻪ ﻣﻲ ﺗﻮﺍﻧﻨﺪ ﺩﺭ ﺍﺭﺯﻳﺎﺑﻲ ﻣﺆﺛﺮ ﻭﺍﻗﻊ ﺷ ــﻮﻧﺪ 
ﻓﺮﺍﻣ ــﻮﺵ ﮔﺮﺩﻧﺪ ﻭ ﺍﺯ ﻃ ــﺮﻑ ﺩﻳﮕﺮ ﭼﻨﺎﻧﭽﻪ ﻓﺎﺻﻠﻪ ﺯﻣﺎﻧﻲ ﺑﻴﻦ 
ﺍﺭﺯﻳﺎﺑﻲ  ﺑﻴﺶ ﺍﺯ ﺣﺪ ﺑﻪ ﻫﻢ ﻧﺰﺩﻳﻚ ﺑﺎﺷ ــﺪ ﻣﻤﻜﻦ ﺍﺳﺖ ﻓﺮﺁﻳﻨﺪ 
ﺩﭼﺎﺭ ﺭﻭﺯﻣﺮﮔﻲ ﮔﺮﺩﺩ. ﺩﺭ ﭘﮋﻭﻫﺶ ﺣﺎﺿﺮ، ﻧﺘﺎﻳﺞ ﺑﺮﺭﺳ ــﻲ ﺩﺭ 
ﻣﻮﺭﺩ ﺿﺮﻭﺭﺕ ﺍﻧﺠﺎﻡ »ﺧﻮﺩ ﺍﺭﺯﺷ ــﻴﺎﺑﻲ« ﺣﺎﻛﻲ ﺍﺯ ﺁﻥ ﺍﺳﺖ ﻛﻪ 
89.28 ﺩﺭﺻ ــﺪ ﺍﺯ ﻛﺎﺭﻛﻨﺎﻥ ﻧﮕﺮﺵ ﻣﺜﺒﺘﻲ ﻧﺴ ــﺒﺖ ﺑﻪ ﺍﻧﺠﺎﻡ ﺁﻥ 
ﺩﺍﺭﻧﺪ. ﻣﺤﺒﺘﻲ ﻧﻴﺰ ﻃﻲ ﭘﮋﻭﻫﺶ ﺧﻮﺩ ﻣﺸ ــﺨﺺ ﻛﺮﺩ ﻛﻪ 3.43 
ﺩﺭﺻ ــﺪ ﻛﺎﺭﻛﻨﺎﻥ ﺿﺮﻭﺭﺕ ﺧﻮﺩ ﺍﺭﺯﺷ ــﻴﺎﺑﻲ ﻛﺎﺭﻛﻨﺎﻥ ﺭﺍ ﺧﻴﻠﻲ 
ﺯﻳ ــﺎﺩ، 44 ﺩﺭﺻ ــﺪ ﺯﻳﺎﺩ، 3.41 ﺩﺭﺻﺪ ﻣﺘﻮﺳ ــﻂ، 4 ﺩﺭﺻﺪ ﻛﻢ 
ﻭ 3.3 ﺧﻴﻠﻲ ﻛﻢ ﺩﺍﻧﺴ ــﺘﻪ ﺍﻧﺪ. ﻧﺘﺎﻳﺞ ﺗﺤﻘﻴﻖ ﻭﻱ ﻧﺸ ــﺎﻥ ﺩﺍﺩ ﻛﻪ 
8.62 ﺩﺭﺻﺪ ﻛﺎﺭﻛﻨﺎﻥ، ﺳﻴﺴ ــﺘﻢ ﻣﻮﺟﻮﺩ ﺍﺭﺯﺷ ــﻴﺎﺑﻲ ﺳﺎﻻﻧﻪ ﺭﺍ 
ﻧﺎﻣﻨﺎﺳﺐ ﻭ 8.31 ﺩﺭﺻﺪ ﺁﻥ ﺭﺍ ﺧﻴﻠﻲ ﻧﺎﻣﻨﺎﺳﺐ ﺩﺍﻧﺴﺘﻪ ﺍﻧﺪ ]31[ 
ﺩﺭ ﻣﻄﺎﻟﻌ ــﻪ ﺣﺎﺿ ــﺮ، 57.93 ﺩﺭﺻﺪ ﺍﺯ ﻛﺎﺭﻛﻨﺎﻥ ﺩﺭ ﺯﻣﻴﻨﻪ ﻧﺤﻮﻩ 
ﺍﺭﺯﺷ ــﻴﺎﺑﻲ ﺟﺎﺭﻱ ﺳﺎﻻﻧﻪ ﻛﺎﺭﻛﻨﺎﻥ ﺩﺍﺭﺍﻱ ﺩﻳﺪﮔﺎﻩ ﻣﻨﻔﻲ ﺑﻮﺩﻧﺪ. 
ﻛﻪ ﺍﮔﺮ ﻣﺠﻤﻮﻉ ﺍﻳﻦ ﺩﻭ ﺩﻳﺪﮔﺎﻩ )ﻧﺎﻣﻨﺎﺳ ــﺐ ﻭ ﺧﻴﻠﻲ ﻧﺎﻣﻨﺎﺳﺐ( 
ﺭﺍ ﺩﻳ ــﺪﮔﺎﻩ ﻣﻨﻔ ــﻲ ﺩﺭ ﻧﻈﺮ ﺑﮕﻴﺮﻳﻢ ﻧﺘﺎﻳﺞ ﺍﻳ ــﻦ ﺩﻭ ﻣﻄﺎﻟﻌﻪ ﺑﺎ ﻫﻢ 
ﻣﻄﺎﺑﻘﺖ ﺯﻳﺎﺩﻱ ﺩﺍﺭﻧﺪ.
ﻧﻘﻮﻱ ﻫﻢ ﻃﻲ ﭘﮋﻭﻫﺸﻲ ﻛﻪ ﺍﻧﺠﺎﻡ ﺩﺍﺩﻩ ﻣﻲ ﻧﻮﻳﺴﺪ: "ﻋﻮﺍﻣﻞ 
ﻣﻮﺭﺩ ﺍﺭﺯﺷ ــﻴﺎﺑﻲ ﺩﺭ ﻧﻈﺎﻡ ﺍﺭﺯﺷ ــﻴﺎﺑﻲ ﻓﻌﻠﻲ ﻛﺎﺭﻛﻨﺎﻥ ﺍﺯ ﺩﻳﺪﮔﺎﻩ 
ﻣﺪﻳﺮﺍﻥ ﻭ ﻣﻌﻠﻤﺎﻥ ﻣﻄﺎﺑﻖ ﺑﺎ ﻭﻳﮋﮔﻲ ﻫﺎﻱ ﺁﻧﺎﻥ ﺍﻧﺘﺨﺎﺏ ﻧﺸﺪﻩ ﺍﻧﺪ 
ﻭ ﻟﺬﺍ ﺁﻧﺎﻥ ﺍﺯ ﻧﺘﺎﻳﺞ ﺳﻴﺴ ــﺘﻢ ﺍﺭﺯﺷﻴﺎﺑﻲ ﻓﻌﻠﻲ ﺭﺿﺎﻳﺖ ﻧﺪﺍﺭﻧﺪ." 
]41[ ﻫﻤﭽﻨﻴﻦ ﻳﺎﻓﺘﻪ ﻫﺎ ﭘﮋﻭﻫﺶ ﺣﺎﺿﺮ ﻧﺸﺎﻥ ﻣﻲ ﺩﻫﺪ ﻛﻪ 2.04 
ﺩﺭﺻﺪ ﺍﺯ ﻛﺎﺭﻛﻨﺎﻥ ﻧﺴ ــﺒﺖ ﺑﻪ ﺍﻳﻦ ﻛﻪ ﻣﺴ ــﺌﻮﻻﻥ ﺩﺭ ﺍﺭﺯﺷ ــﻴﺎﺑﻲ 
ﺳ ــﺎﻻﻧﻪ ﺑﻴﺸ ــﺘﺮ ﺑﺮ ﻧﻘﺎﻁ ﺿﻌﻒ ﺗﻜﻴﻪ ﻣﻲ ﻛﻨﻨﺪ ﻧﮕﺮﺵ ﻣﻮﺍﻓﻘﻲ 
ﺩﺍﺭﻧﺪ. ﻛﺎﻭﻳﺎﻧﻲ ﻧﻴﺰ ﺩﺭ ﺗﺤﻘﻴﻖ ﺩﻳﮕﺮﻱ ﻋﻨﻮﺍﻥ ﻣﻲ ﻛﻨﺪ ﻛﻪ 2.17 
ﺩﺭﺻ ــﺪ ﺍﺯ ﻛﺎﺭﻛﻨﺎﻥ ﺑﺎ ﺍﻳﻦ ﺩﻳﺪﮔﺎﻩ ﻣﻮﺍﻓﻖ ﻫﺴ ــﺘﻨﺪ. ]21[ ﻓﻠﻴﻦ 
]51[ ﻭ ﻻﻧﺠﻨﻜ ــﺮ ]61[ ﻧﻴ ــﺰ ﻳﻜﻲ ﺍﺯ ﺩﻻﻳﻞ ﺍﺛ ــﺮ ﺑﺨﺶ ﻧﺒﻮﺩﻥ 
ﻧﻈﺎﻡ ﻫﺎﻱ ﺍﺭﺯﺷ ــﻴﺎﺑﻲ ﺭﺍ ﺍﺳ ــﺘﻔﺎﺩﻩ ﺍﺯ ﺭﻭﻳﻜ ــﺮﺩ ﻭﺍﭘﺲ ﻧﮕﺮﻱ ﻭ 
ﺗﺄﻛﻴ ــﺪ ﺑ ــﺮ ﺟﻨﺒﻪ ﻫﺎﻱ ﻣﻨﻔﻲ ﻋﻤﻠﻜﺮﺩ ﻛﺎﺭﻛﻨﺎﻥ ﺗﻮﺳ ــﻂ ﻣﺪﻳﺮﺍﻥ 
ﻣﻲ ﺩﺍﻧﻨ ــﺪ. ﻃﺒﻖ ﻧﺘﺎﻳﺞ ﭘﮋﻭﻫﺶ ﺣﺎﺿﺮ 4.54 ﺩﺭﺻﺪ ﺍﺯ ﻛﺎﺭﻛﻨﺎﻥ 
ﻣﻌﺘﻘﺪﻧﺪ ﻛﻪ ﺍﺭﺯﺷ ــﻴﺎﺑﻲ ﺳ ــﺎﻻﻧﻪ ﺑﻪ ﺭﻭﺵ ﻓﻌﻠﻲ ﺑﺎﻋﺚ ﺗﺒﻌﻴﺾ 
ﺑﻴ ــﻦ ﻫﻤﻜﺎﺭﺍﻥ ﻣﻲ ﮔﺮﺩﺩ، ﺿﻤﻦ ﺍﻳ ــﻦ ﻛﻪ ﻛﺎﻭﻳﺎﻧﻲ ﺩﺭ ﭘﮋﻭﻫﺶ 
ﺧﻮﺩ ﻣﻲ ﻧﻮﻳﺴ ــﺪ ﺍﺯ ﺩﻳﺪﮔﺎﻩ 46 ﺩﺭﺻﺪ ﭘﺮﺳ ــﺘﺎﺭﺍﻥ، ﺍﺭﺯﺷﻴﺎﺑﻲ 
ﺳ ــﺎﻻﻧﻪ ﺑﻪ ﺭﻭﺵ ﻓﻌﻠﻲ ﺑﺎﻋﺚ ﺍﻳﺠﺎﺩ ﻛ ــﺪﻭﺭﺕ ﻭ ﺗﺒﻌﻴﺾ ﺑﻴﻦ 
ﻫﻤ ــﻜﺎﺭﺍﻥ ﻣﻲ ﮔﺮﺩﺩ. ]21[ ﻧﺘﺎﻳﺞ ﭘﮋﻭﻫﺶ ﺣﺎﺿﺮ ﺣﺎﻛﻲ ﺍﺯ ﺁﻥ 
ﺍﺳﺖ ﻛﻪ 7.23 ﺩﺭﺻﺪ ﺍﺯ ﻛﺎﺭﻛﻨﺎﻥ ﻣﻌﺘﻘﺪﻧﺪ ﻛﻪ ﺍﺭﺯﺷﻴﺎﺑﻲ ﺳﺎﻻﻧﻪ 
ﺍﻧﮕﻴ ــﺰﻩ ﻓﺮﺩ ﺭﺍ ﺑﺮﺍﻱ ﺭﻓﻊ ﻛﻤﺒﻮﺩﻫﺎﻱ ﻓﻨﻲ ﻭ ﺗﺨﺼﺼﻲ ﺍﻓﺰﺍﻳﺶ 
ﻣﻲ ﺩﻫﺪ. ﺩﺭ ﺍﻳﻦ ﺯﻣﻴﻨﻪ ﺑﻴﻀﺎﻭﻱ ﻣﻲ ﻧﻮﻳﺴ ــﺪ: "5.84 ﺩﺭﺻﺪ ﺍﺯ 
ﻣﺪﻳﺮﺍﻥ ﻣﻌﺘﻘﺪﻧﺪ ﻛﻪ ﺍﺭﺯﺷ ــﻴﺎﺑﻲ ﺳ ــﺎﻻﻧﻪ ﺍﻧﮕﻴﺰﻩ ﺍﻱ ﺳﺒﺐ ﺭﻓﻊ 
ﻛﻤﺒﻮﺩﻫ ــﺎﻱ ﻓﻨﻲ ﻭ ﺗﺨﺼﺼﻲ ﻣﻲ ﺑﺎﺷ ــﺪ." ]71[ ﺗﺤﻘﻴﻖ ﺩﻳﮕﺮ 
ﺩﺭ ﺍﻳﻦ ﺯﻣﻴﻨﻪ ﻧﺸ ــﺎﻥ ﻣﻲ ﺩﻫﺪ ﻛ ــﻪ 28 ﺩﺭﺻﺪ ﺍﺯ ﻛﺎﺭﻛﻨﺎﻥ ﻣﻌﺘﻘﺪ 
ﺑﻮﺩﻧﺪ ﻛﻪ ﻭﺿﻊ ﻣﻮﺟﻮﺩ ﻧﻈﺎﻡ ﺍﺭﺯﺷﻴﺎﺑﻲ ﻋﻤﻠﻜﺮﺩ ﺑﺮ ﺍﻧﮕﻴﺰﺵ ﻭ 
ﻛﺎﺭﺍﻳﻲ ﻛﺎﺭﻛﻨﺎﻥ ﻣﺆﺛﺮ ﺑﻮﺩﻩ ﺍﺳﺖ. ]81[ ﻛﻪ ﻧﺘﺎﻳﺞ ﺍﻳﻦ ﺗﺤﻘﻴﻖ ﺑﺎ 
ﻳﺎﻓﺘﻪ ﻫﺎﻱ ﻣﻄﺎﻟﻌﻪ ﺣﺎﺿﺮ ﻣﺘﻔﺎﻭﺕ ﺍﺳ ــﺖ. ﻧﺘﺎﻳﺞ ﻣﻄﺎﻟﻌﻪ ﺣﺎﺿﺮ 
ﻧﺸﺎﻥ ﺩﺍﺩ ﻛﻪ ﺗﻨﻬﺎ 53.31 ﺩﺭﺻﺪ ﺍﺯ ﻛﺎﺭﻛﻨﺎﻥ ﻋﻨﻮﺍﻥ ﻛﺮﺩﻩ ﺍﻧﺪ ﻛﻪ 
ﭘﺲ ﺍﺯ ﺍﺗﻤﺎﻡ ﺍﺭﺯﺷﻴﺎﺑﻲ ﻣﺴﺌﻮﻟﻴﻦ ﺩﺭ ﻣﻮﺭﺩ ﻧﺘﺎﻳﺞ ﺣﺎﺻﻠﻪ ﺑﺎ ﺁﻧﺎﻥ 
ﺑ ــﻪ ﺑﺤﺚ ﻭ ﮔﻔﺘﮕﻮ ﻧﺸﺴ ــﺘﻪ ﺍﻧﺪ. ﺑﻴﻀﺎﻭﻱ ﻧﻴﺰ ﻃﻲ ﺗﺤﻘﻴﻖ ﺧﻮﺩ 
ﻧﺸﺎﻥ ﻣﻲ ﺩﻫﺪ ﻛﻪ ﻓﻘﻂ 1.21 ﺩﺭﺻﺪ ﺍﺯ ﻣﺪﻳﺮﺍﻥ ﺑﻪ ﻣﻴﺰﺍﻥ ﺯﻳﺎﺩ ﺩﺭ 
ﭘﺎﻳﺎﻥ ﺩﻭﺭﻩ ﺍﺭﺯﺷﻴﺎﺑﻲ ﺑﺎ ﻛﺎﺭﻛﻨﺎﻥ ﺩﺭ ﺧﺼﻮﺹ ﻧﺘﻴﺠﻪ ﺍﺭﺯﺷﻴﺎﺑﻲ 
ﻭ ﺑﺎﺯﺧﻮﺭﺩ ﺁﻥ ﻣﺼﺎﺣﺒﻪ ﻭ ﮔﻔﺘﮕﻮ ﻛﺮﺩﻩ ﺍﻧﺪ. ]71[
ﻧﺘﺎﻳ ــﺞ ﻳ ــﻚ ﭘﮋﻭﻫﺶ ﺩﻳﮕﺮ ﻛﻪ ﺩﺭ ﺑﻴﻦ 083 ﻧﻔﺮ ﺍﺯ ﻛﺎﺭﻛﻨﺎﻥ 
ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﺩﺍﻧﺸﮕﺎﻩ ﻋﻠﻮﻡ ﭘﺰﺷﻜﻲ ﻛﺮﻣﺎﻥ ﺍﻧﺠﺎﻡ ﺷﺪ، ﻧﺸﺎﻥ 
ﺩﺍﺩﻛﻪ ﻧﻈﺎﻡ ﺍﺭﺯﺷ ــﻴﺎﺑﻲ ﻓﻌﻠﻲ ﺑﺮ ﺳ ــﻄﺢ ﺩﺍﻧ ــﺶ ﻭ ﺁﮔﺎﻫﻲ ﻓﻨﻲ 
ﻛﺎﺭﻛﻨﺎﻥ، ﺍﻓﺰﺍﻳﺶ ﺧﻼﻗﻴﺖ ﻛﺎﺭﻛﻨﺎﻥ، ﺍﻓﺰﺍﻳﺶ ﺳﻄﺢ ﻣﺸﺎﺭﻛﺖ 
ﻛﺎﺭﻛﻨﺎﻥ ﻭ ﺑﻬﺒﻮﺩ ﺍﺭﺗﺒﺎﻃﺎﺕ ﺳﺎﺯﻣﺎﻧﻲ ﺩﺭ ﺑﻴﻦ ﻛﺎﺭﻛﻨﺎﻥ ﺗﺄﺛﻴﺮ ﻛﻤﻲ 
ﺩﺍﺷﺘﻪ ﺍﺳﺖ. ]91[
ﺑﺮ ﺍﺳﺎﺱ ﻧﺘﺎﻳﺞ ﺍﻳﻦ ﻣﻄﺎﻟﻌﻪ، ﺍﻛﺜﺮ ﻛﺎﺭﻛﻨﺎﻥ ﺍﻧﺠﺎﻡ ﺍﺭﺯﺷﻴﺎﺑﻲ 
ﺭﺍ ﻳﻚ ﺿﺮﻭﺭﺕ ﺩﺍﻧﺴ ــﺘﻨﺪ، ﺍﻣﺎ ﻧﺴ ــﺒﺖ ﺑﻪ ﺍﺭﺯﺷ ــﻴﺎﺑﻲ ﺟﺎﺭﻱ 
ﻧﮕ ــﺮﺵ ﻣﺜﺒﺘﻲ ﻧﺪﺍﺭﻧﺪ ﻳﺎ ﺑﻲ ﺗﻔﺎﻭﺕ ﻋﻤﻞ ﻣﻲ ﻛﻨﻨﺪ. ﺷ ــﺎﻳﺪ ﺍﻳﻦ 
ﻧﻮﻉ ﻧﮕﺮﺵ ﺑﻴﺸﺘﺮ ﻧﺎﺷﻲ ﺍﺯ ﺭﻭﺵ ﻫﺎ، ﻣﻌﻴﺎﺭﻫﺎ ﻭ ﺿﻮﺍﺑﻂ ﻣﻮﺭﺩ 
ﺍﺳ ــﺘﻔﺎﺩﻩ ﺩﺭ ﺍﺭﺯﺷ ــﻴﺎﺑﻲ ﺑﺎﺷ ــﺪ. ﺑﻪ ﻃﻮﺭ ﻛﻠﻲ، ﻣﻬﻢ ﺗﺮﻳﻦ ﻣﺆﻟﻔﻪ 
ﺩﺭ ﺑﻬﺒﻮﺩ ﻓﺮﺁﻳﻨﺪ ﺍﺭﺯﺷ ــﻴﺎﺑﻲ ﻋﻤﻠﻜﺮﺩ ﻛﺎﺭﻛﻨﺎﻥ، ﺁﺷﻨﺎﻳﻲ ﺁﻧﺎﻥ ﺑﺎ 
ﺭﺳ ــﺎﻟﺖ ﻭ ﺧﻂ ﻣﺸﻲ ﻫﺎﻱ ﺳ ــﺎﺯﻣﺎﻥ ﻭ ﺷﻔﺎﻑ ﻧﻤﻮﺩﻥ ﺭﻭﺵ ﻭ 
ﺍﻫﺪﺍﻑ ﺍﺭﺯﺷﻴﺎﺑﻲ ﻭ ﻧﻴﺰ ﺍﺭﺍﺋﻪ ﺑﺎﺯﺧﻮﺭﺩ ﻣﻨﺎﺳﺐ ﺍﺯ ﻃﺮﻑ ﻣﺪﻳﺮﺍﻥ 
ﻭ ﺳﺮﭘﺮﺳﺘﺎﻥ ﺍﺳﺖ.
ﺳﭙﺎﺳﮕﺰﺍﺭﻱ
ﺑﺪﻳﻨﻮﺳ ــﻴﻠﻪ ﺍﺯ ﻫﻤﻜﺎﺭﻱ ﺷ ــﻮﺭﺍﻱ ﭘﮋﻭﻫﺸ ــﻲ ﺩﺍﻧﺸﮕﺎﻩ ﻋﻠﻮﻡ 
ﭘﺰﺷﻜﻰ ﺍﻫﻮﺍﺯ، ﻛﻤﻴﺘﻪ ﺍﺧﻼﻕ ﻭ ﻛﻤﻴﺘﻪ ﺗﺤﻘﻴﻘﺎﺕ ﺩﺍﻧﺸﺠﻮﻳﻲ ﻭ 
ﻧﻴﺰ ﺭﺅﺳﺎ ﻭ ﻛﺎﺭﻛﻨﺎﻥ ﺩﺍﻧﺸﻜﺪﻩ ﻫﺎ ﺗﺸﻜﺮ ﻭ ﻗﺪﺭﺩﺍﻧﻲ ﻣﻰ ﺷﻮﺩ.
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Employees’ Attitude about the Annual Performance
Evaluation of Faculties Affiliated to Ahvaz University of 
Medical Sciences in 2007, Iran
Torabi A.2 / Setodeh S.1
Introduction: Performance evaluation is a systematic analysis of individual activity corresponding to 
their aims and duties. This research aimed to determine attitude about annual performance evaluation 
between employees in the Faculties affiliated to Ahvaz University of Medical Sciences.
Methods: In this Descriptive and cross-sectional study, we analyzed 150 personnel view that had been 
evaluated at least one time in their service duration by direct manager. Questionnaire including 55 
questions were completed and census methods were used, too. Answers to questions about view based 
on Likert Scale. Data were analyzed by SPSS 11 software using analytic-descriptive tests.
Results: 54.7 percents of participants were women and others were men.  20.7 percent were among 31-
40, 50 percent among 31-40, 26.7 percent among 41-50 years old and 2.7 percent were upper than 50 year. 
Mean and Standard Deviation of age were 37.7±7.2.  66.32 percent of people admit that implementation 
of evaluation is essential, 17.35 percent had negative attitude and 16.33 percent had neutral attitude. 
Whereas 39.75 percent of people had negative attitude, 34.41 percent had positive attitude and 25.84 
percent had neutral attitude about the method of current implementation of performance Evaluation. 
Significant difference (PValue=0.001, CI=95%) was found between attitude of current implementation 
of evaluation and necessity of implementation of appraisal using χ2 test.
Conclusion: Performance evaluation is a way to individual development of personnel, so having a bad 
view about appraisal can negatively affect the organization's outcome, therefore a change recommended 
to the current evaluation method of personnel.
Keywords: Evaluation, personnel, Performance, Faculty, Ahvaz University
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